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FOREWORD

How are high school principals selec in New South Wales,

Australia? How does 9t process camparewith the a U. S. school

district_ selects its high school principals'?

As Inspector of Schools, New South WaY6s, Australia, Fenton Sharpe

r
has been directly involved-in principal Selection. He has been in the

U. S. for two years completing his doctorate in-educational administra--

tion at the University of Oregon, where he has been a graduate research

assistant in the Field Training and Service Bureau. In this Bulletin,

he =pares the selection processes in his home state with the processs

used by~a U. S. district, pointing out strengths and weaknesses of each

and suggesting same-ways for overcoming those weaknesses.

Of particular interest is Sharpe's'desbription of the New South
'0.?gr ,

Wales selection process--a very different approach from the typically

American one.

Gail Fultingtcb
Assistant Executive Secretary
Oregon School Study Council
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A. IINTRO6UCTION

While a'vast literature has been accumulated around the role of

the school principal, little has been written about how the system goes

about the task of selecting the appropriate perSon to fill that role.
,

And yet "the selection of capable individualsI111 be effective

administrators for the schools presents a problem,as great and probably

more crucial than that of training them..klicIley, p. 1)

"As the principal, so the school" remains a. commonplace belief

among upper-level district administrators, teachers, community memberS.,

and educational. theorists and researchers as well! The folloWing state-

ment is typical - - "What a principal does or fail to do is felt in homes

as well as in classrooms and wrridors of a schii01. He .influences the

quality of instruction, relationships between oebple, acceptanceof or

resist,...ci:e to change, morale, and efficiency of general operations . . .

a principal can make a difference. where it count, for he practices his

art at an important focal point, namely, the sch 1 building." (A.A.S.A.;

P. 9)

It follows, then, that th9,4ecision to Sel , a particular princi-

palpal for a, particular ' must rate as one of most cru ip'of all
A-,

decisions taken by a school district. This is e ially rug of ,t

decisions relating to high scaool principals, as tihey are normally spore

visible to the public in their roles than are their -elapeptary counter:-

paris, At the same time the institutions they lead are ,oyainarny More

'

6



complex and the problems presented by their clients (teenagers) appear

to be more pronounced in the public mind.

It is no surprise then that one administrator interviewed in -thi 1-
.

study regards the selection of a new high school principal as "the next

most important personnel decision to the selection of a new superintend-

-ent," and that at the time in which it is ,made "it supersedes iniimpor-

tance all other school district decisions including those relating to

budget, curriculUm, and facilities."

This paper is concerned with a comparative study-of-the selection

process for a high school principal in a medium7sized school district

id 'a western U. S. state and the parallel process in New-South Wales,

Australia. -

.11t-

. MEITIODDIEGY

Data for the New South Wales system were gathered:

1.. From letters describing and commenting on the selection proc-

esses from the deputy-director of secondary education, the ,staff----

inspector in charge of inspections, and an area director.

2. From critical articles on the inspection system, written by:

-observers from within the system and withqut.

3. From -personal recall of the writer's own experiences,' first as

a teacher undergoing inspection, then as an inspector intimately

involved in the promotion process.

Data for the U. S. syStem were gathered:

1. From interviews with senior. district personnel officers and
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the principal Whose process of,selection was under scrutiny,

with one of tht. university professors,intimately associated

with state certification requirementsjor principals, and with

a principal, of another highschoolin the same state who had

previously been an applicant for various'principalships,

2. From the meager supply of writings nn the topic.

C. 'IC SY.HOOL,SYSMIS-LA' BRIEF DIMRIPT1(XN

1. The U. S. school district lies on the outskirts of, a medium-

sized city. The district is about 60 square miles in area,' and has'a

total population in the vicinity of 100,000. Total student enrollment

is approximately 22,000, and they are served by abOUt 1,250 teachers

I
and administrators. Thereare three high schools in the district.

2: Public educate -on in Australia is ad Ministered by state-wide_

departments of educe ion. The New South Wales system encompastes about

tr.

800,000 square mil and serves a total population of over 3,000,000

ri
people. In theseTterms.it is one ofthe largest educational units in

the western world;., -Total student enrollment is approximately 900,000,

and they are served by about 42,000 teachers and administrators. There

are over'400 high schools in the. system an average oftsiX new high

schOols are opened every year. A large 4f principals' appoint-

,ments must be made annually.

D. SELECTING A HI i SCHOOL PRINCIPAL IN THE U. RIsnuct,,

1. e vacancy under-scratiny was created when the

3
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previous principal was appointed to a central office position in the

same district.

2. Job Description. A job description for the vacant position

was written by senior personnel -officers with in from-the director

of secondary education. The description was based on an informal ahaiy2

sis of the particular needs of the school and an agreement as td the

general functions of a high school principal.

3. Advertising Vacancy. A-notice Was directed to the§placement

centers in all major western universities. Pt-included statements of

the vacant position, tithing, salary range, and what was required and

prefefred in.relation to experience, training and credentials. Job

descriptions were all inquirers.

.Several key universi,ty professors,were called to assist in the

,

disseminatita of information about the vacancy to,potential candidates

both on campus -and within school districts.

In, the case under review'the selected principal became aware

of the vacancy through a university job listing service. Others heard

of it irom,their district personnel officesand via the "education '

grapevine."
P

4. The Screening Committee.-

ti a. Personnel--In this case a screening

by the assistant-superintendent for

chairman, the director of secondary

ttee was appoinOd

perso el, consisting of himself as

edu6ation, the director of personnel,
ti

and a principal of one of the other high schools in the district. These

four adminiStrators then appointed Ito the committee one member of staff:,

from the high school as a "teachers' representative." Diffwnt .

4 :
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rceptions of this role were'evident, as a senior personnel officer re-

ferred to him as "truly representativefe of staff involvement" but the

ewly appointed principal saw him as "a token staff member who had no
, .

. . .

grasp.of the interview proCess." Despite his earlier assertion on --'

"staff involvement," the personnel officer did indicate that betause of

"major staff problems" in. the school "it would not have been wise to

include a teacher member'elected by tfie,staff,." An analysis of commit-

;tee personnel reveals that:

(i) There is no community'representation.',The opinion was ex-

pressed that the superintendent feels he has the administra-

tive responsibility to hire personnel". . . "he views the

-board as the citizens' . . . "there is no need for

grassroots input." This is in keeping with the A.A:S.,A.

point of viewr-"it is declared unequivocally thatresponsi-

bility for selection and assignment of principals rests in
L. .

the superintendency." (A.A.S.A., prl 10)

i) There is no student representation.i

(iii) The superintendent was not actively^ involved at this stage.

(In smaller districts the superintendent

chair the ;creeningcommittee, or he may

ment by himself purely on hi

At this point it'is interesting to

is himself likely to

iell make the appoint-

judgment.)

change in hiring

Policy in thee district which -will affect the make-up and functions of

s
future principal selection'committees. Two separate-and- ccmpletely iri-

-deppendent committees will be employed. The first, a criteria committee,

will contain Community:student and staff representation, and wiirbe



charged With the reSpOnsibility for analyzing the needs of th7 situa-

tion and establishing leqion'criteria to meet,those 7eds. A 69m-

.pletely separate committ compoSed entirely of administrators will

perform theiscreening function. In that way, information will be ob-
=,

tained from all volved groups but the decision - making power will re-
, t

main firmly in the hands of the administrators. s

b. Task and Process--In this ease

',charged with'the task of,narrowing down'the

finalists for the superintendent's approval

the screening committee was

field to one two, or'three

This would be achieVed by

(i) an-informal analysis of the vacant situation leading to-establish-
9

merit of criteria based on state requirements, th6.situation and the job

description already disseminated, (ii) analysis of the files, (iii) per-

sonal
z

contacts with references, and (iv) .choice of and'interviews with

°

These will be dealt with in turn.

(i) Criteria--It was agreWhat this parti

:sented a large number of problems and that the new pr

above all else to be a change agent. In light of C lson's studies on

school pre-

ncipal would need

executive succession, it is little wonder theft

was made fkum outside' of the district. (Carlson, pp. -17) In fact

.this appointee was the only principal in the history o the district

appointed as n outsider. The words of three of the direct participants

ale infOrmativ

the final chbice

0

Senior'personnel officer: We were looking fOr a fit with the

-present administration, and a fit with the particular school at that

particular time."

Another senior personnel officer: "We talked about the tyPit,

0
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f person and phi asophy that could pull that thing off."

ncipaL "It seemed.moft ,important fo get a match

person,"tween the sch¢o1 and

This approach is in k

tion Pros.', Erickson noted in 1963 tha "in the light of Mounting

evidence of the multi-dimensionality -oi administrative bebavibeand pf,

ke differences in school situations . .,.. there should be more'

is . on matching administratorS,with situations." (Erickson,

p 1)f A similar'approachis taken by McClelland, et al:in rela

with current thinking.on the selec-

on -to.

-the'identifiCation.of'talentin general. ,"One*general st tegy must

shift framjidentifying 'talented persons' to'matching persons with cer-::
/

taro characteristic's to situations in which those characteristics will

'be most adaptive:" (VicClelland,'et al. p. 236)
. - .

The title of the'1967,A.A.S.A. boOk,let on the selection of

principals, "The Right Principal for the Right School," (AIA.S.A., p. 1)

leaves n9 doubt as to where.that body stands on the issue.

The job.description which was made available to all applioantA,

and wAich'SerVed as abasis for initial screening and interviewing was
.f ,

'written in general terms only. In At; only the emphasis on the pri

pal's role as a "change-catalyst" offers any Clues as to thispecifid
t 4

needs, of the particular, school,

In a discussio' n of criteria, a. few words Should be expended:on

the question of

--Wing t9 it serve

administivi cOtification,.asthe reedlations relat=

aS a criteria-baseline in the selectioneof all school

principals,in-675articular state. It is at.this point, too, that the"

selection proce4s-is influenced by organizations and'peoPle.outs4.de of
/'

to4



the school distrit the universities; and other protessionaCeducators:

as they are represented on a state committee on educational standar4.

TWp major assumptions seemto be embodied in the certification.require-

ments: that one can be a successful school principal without hlwingi,

S

been a teacher; and that one is not, likely tobe a'sucoessful principal

without having completed a large nUMber of hours, in academic study at a

.university, yith an emphasis at the graduate lever upon courses related ,-

to educational administration. ..

At this stage`, no principals have been appointed in the state,

Without sane experience as a teacher. No-useful_comment can there6)re

be made on the former of these requirements. As to the latter require-

fir

ment, Bridges and Baehr published'a review-Of' the literature in 1971

wtichAlmonstrated that "most studies Show no relationship betieen the

amount of educational training and sdbseqUeneSucces:s'as jigged by su-

periors and subordinates." (Bridges and Baehr,,p. 2) in fact, research
/

' by Gross and Herriott (supported by studies of Lipham, and Schez) den- ..
N

onstrates a negative relationship between he total number cif ukSes ...
vi,

in educational administration and professional leadership in-practice.

(Bridges and Aaehr,4). 3) Erickson, etal., found less flexibility in

,,schoolS led by moire hi Fd trained principals. (Bridges and Baehr, p. 4)

With,this kind of evidence, it may be time to heedthosewho advocate"

"a general downgrading of the importance of edpcition as the major cm-
1.

.dential.. experience and performance should gaia greater importance

K

. . individuals should be judged on what they can, do rather-than where

and how long they nave been in school," (Miller, p.

(ii) Analysis of the files-4he members of_ screening

8
w
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t

47, ittee next silted ihrbugh the ffies, vidnally recording comments
,..

% r

,on a sheet of,ques*ions based directly on the job descriptiarbiii: The cam--

S

mittee then met as a group, and by a process and consensus, narrowed

down the lield 1to six prospective finalists.

To this stage the elimination process was based entirely upon
. .

the written file records. Each file contains an outline of university

,.qualifications and experience together with'letters of recommendation,

-usually gram the candidate's immediate supervisors in previous school

districts and from university professors with wham they have been asso-

.

elated. It is generally considered ".that written credentials or ]fitters

/--
of recommendation hive same.value in identifying the least likely can-

. .

dilates but do little to aid discrimination among the good, better and

best." (A.A.S.A., p. ;i6) It was forrthe.former purpose that they *ere
x

al

initially employed bi,this screening committee.

I
greatest weight is given to recommendatiiSes fran recent school

, district supervisors: This raises two`questions.--How informed is the

--

jagment of such.referecces? And. how&iitixtely frank and honest are

t '

' tieir written statements?. -- .

. .

veryvery few U. S. school districts is there-a regularzed

. . i .pkOcess of administrative evaluation based on difeet in-school observa-
- - ,

tion by trained evaluators. In ,the absence-4f-Suen processes, recam-

mendations.may be based at-worst-on the-nuMber of oanplaintScabout-the

principal received by the superintendent from the comm unIty',- teachers,
. ;-

and the board,"on h' ramptness or tardiness in completing.reports, or

on whetper

based on a

t",or not. At best it is likely to be,

ral, distan kind of informal evaluation, drawn from



\

observations 01 its work in dist/grict orarhttees, et."' in these condi-

.

Pions reputation can oftqn be.confuSed,with reality. The A.A.S.A.

'booklet puts it this way---The latest horoscope for the, candidate might

be as valid and as reliable as letters of recommendation or credentials."

(A.A.S.A., p. 37) All Participantsin this study agreed that recent

"open file legislation" hashad a significant impact'on the value that

can be placed upon the recommendations contained in candidates' files.

In an open l'ile, references would appear. to pitch their comments'at a

more general level and avoid all negative or'noncammital references.

As a result, many selection committees are turning to perSonal contact

with references to obtaintthe "complete and honest information" they

require.

---_41.1.1)_ Personal contactsjvith' ences--When,the fielo'fhad

been narrowed to'about six names; each member of the screening committee

was*CammiSsioned.to make "personal contact" with ,the "major references"

of epch'of the finalists. The purpose was!to "verify and clarify"

statements in the file and to seek "subjective feelings, doubts, etc."

which may be tore'4asily expressed orally then in a written, open file

system: 'fills was. regarded as ."themost important step in the whole

process."

Ong wonders that the impact of the emerging system will be.
,

As. with many reformsnandated.with excellent intentions "from above" it

is not inconceivable that the results will be. the exact reverse of the,

"open process"bein strived for. #s the written docuMetation becomes',
. .

Suspect, so a ,re be placed on oral opinion, feelings,
.

, and perhaps even gossip, hearsay and tale -tell ,'all

10

1
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//

completely out or roph 01 the candvidaie wncerned. With certain indi-
-/

viduals sitting in 'positions of great power in this regard, the tempta-1/4

tion to act ,as "kingmaker'' or to/"play God" may not always be easy to'
. ,

resist.- Thus the system can be increasingly subject to "political"

pressures and the diibioug,advantages of personal sponsorship One

ders also whether candidatesi,can ever live down even one single past

error (actual or presumed) Mich may, be raised as a doubt during these

4 .

personal contacts now so

/- -Five

to the selection Process.

Intervi --Five candidates were finally selected for

interviews Each final st was'interviewedseparately by each member of

the screening ch mittfee. interviews were informals extendedfor,kbout

one hour, and took place in various locations.. Each interviewer was

'seeking to the candidate "as a whole personin relation to the

school situation and job description." The candidates were ranked by

each interviewer separately before the.group came together again.

In this way the personnel staff feel that they obtain.amany-

faceted view of ear7h. date which may be more accurate than that Pro-

., .

videdby the same Plople acting in caTmiftee. The successful candidate

concurred, stating j hat at the end of the process "they had enough'in-

formation to make a true assessment of me.as a candidate."

.*

Mayfield's review of the literature on pergonnel interviews

.

suggests that thig approaCh as a relatively sound one. Mayfield notes

that there is "a general lack of- evidence concerningtheinterviewst

reliability and validity," that "theAttitudes of interviewers do

piinge upon their interpretation of what the interviewer says," that

"interviewers tend to make their'll:ebisions early in the interviewand

4,
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.that their-decisions are more likely'to be based on manner, facial ex-

-ion, and personal appearance than On information obtained during

the interview," but that "when positive results are found for inter-

views--it turns out thai'a team approach has been used interviewing \,

and rating separately . . . and then reaching a final group decision.

This, he writes, is "a 'more promising interview method." (Mayfield,

pp. 85-94)

(v) Final screeni6g process-Following individual interviews

and rankings, the screening committee met, and by consensus, narrowed

thq field down to only one candidate, who was recommended to the super=

intendent. As this recommendation was ultimately accepted by the 'uper-

intendent and the board without dissent, it appears that in this case,

at least, the effective power of delpision-making

screening committee.

From our knowledge of authority and its

zational hierarchy (Blau and Scott, p. 139

,that the assistant-superintendent of perSonnel played a very powerful

ail reside in the

relationship to organi-.

s reasonable to suppose

role in contrast to-that of say the teacher. "representative" who, in

addition to being a subordinate with only two years professional experi-
,

ence, was participating in his first screeningcommittee and had been

dependent upon the other committee maters for,his appointment to the

commit(ee.' Besides this, all of the other oammitiee'members aftd their

present positions in the system, at least in part, to the'assistant-

superintendent for personnel: What their ihdividnal strengths were'in

the informal; power stOG&ure of the committee, it was impossible to'

Ater for the purposes oi,this study. It would appear, howpver,

I.

12
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that to all intents and purposes, the.decision was taken Without any `-
1/4

eal.effective input from the oaniunity, the teachers or the students,

t four out of the fiVe remaining committee members being district admin-

,istrators, s4erordinate to the newly selected principaL Peer input

was limited to the one high school principal on the committee.

5. The SuperinteQt's Role. As indicated; the superintendent

accepted the single lecoMmendation presented to him from the committee'

by the assistant-superintendent for personnel. This acceptance followed

./1 his perusal of a resume on the candidate prepared by.the personnel of-
.

fice, and discussion, with the kssistant superintendent.

By contrast, under the system now operating, three names would

Nod be carried (with resumes) to the superintendent. He would then consult

with hiS senior personnel officer an&thedirector of secon Etduca:

'tion, and together they would screen out two candidates and send ones on

-0
to the board. This proceSs is thought to "give the superintendent more

flexibility," allowing him "to take political considerations intosac-

count," And in particular it enables "affirmative action to glow into

the process." Thus, what'seemed to be a studied effort to depoliticize"

the system,,and to delegate the authority for making important personnel

decisions to sUbordinates, seenso have been thwarted by theintrusion

of legal requirements relating to affirmative action.

This district has taken affirmative action seriously indeed.

A director has been appointed primarily to oversee affirmative action.

The board has adopted policies which indlude the setting of specific

employment goa1sto overcame present perceived inequities within, five

years. These policies set,out specific percentage goals fahminorities,

,13

18
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women, and men in everydistrictlunit and leel of operation, and states

that 'ecruitment will be carried out on the basis of minimum qualifica7,

tiohs for the specific job in question without regard to age; national

origin, race, ooloi., religion, sex, or the p esence of any sensory,

mental or physical handicap.
4/7j

The influence of the policy elt at two main points in the

,selection process. At the screening ainnittee stage an attempt is.made

to review the papers in a general atmosphere implicitly in keeping with

the policy. At the later stage, when the superintendent and his pay

senior officers make a final choice of one candidate-from three, the

influence is an explicit and decisive one. It is4kieft that the final

decision is now not always for the best qualified person but for same--

one who is at least minimally qualifiegi,4d who contributes to the

. .4. -
.achivement of the district's atfirmati,45 action goals. ,:*4 l'4

Thus, it appears that in the two'najor areas where Aegislation

imp} re, on the procesS (open,files"and afirniativ acqon)4tnfdinflu-.
L

,

ence.has potentially\been towar4
t

a More,"political system.

6; The Role of the School 3oard. Only 'the board has the legal

authority to hire.a. School principal., In this district, the board has

. ,

invariably, accepted the recommendation of the superintendent in 41 in-
t

Stances relating to the nt of new personnel.

cmee
t

In this particular the superintendent carried the single,

recommendation with resume to the boardinIclosed executive 'Session.

Explanations were given and questions answered (about this,candidate or

other unsUccessful ones). A unanilous vote of _acceptance followed and

the appointment was formalized.in the subsequent open board meli
,

14
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At no stage were any board Members actively involved in-the selectibn

ti

process, nor did any of them meet theprincipal until some considerable

time after his appointment.

7. Informing the Candidates. The successful candidate was so in-

formed by telephone immediately after the boardpeeting,the unsuccess-

ful finalists in writing the following day. No reasons,%ere offered to

any of the-candidates for their success or fa e. _Ndte that, presum-

ably as a,legal cover,recent affirmati action policies require docu-

mentation of the reasons for the ection of the person to wham the

position is offered. It is, it mandatory, however, that these reasons

be disclosed to the :idate himSelf.

Under t s kind of system, with its general lack of feedback,

it is Jiff t to see,how unsuccessful candidates can use the process

ding th= to overcame weaknesses and further develop their areas

, of personal st ngth. One can imagine the frustration associated with
,

repeated fail e to obtain positions for which one felt qualified.

E.-. SELECTING A SCHOOL PRINCIPAL IN NEW SOUTH WALES, AUSTIKLIA
IN*

In-1854 a commission was established tq investigate and report on

conditiOns in schools throughoUt N. S. W.' The report was highly criti-

cal. Teachers were reported as being "poverty-stricken" and as having

become members of a "deSpised profession." (Barcan, p. 94) Out of this

'report emerged the Inspection System, whose task was to provide a cen-

tralized control over teaching methods, and to provide the basis for

equality of educational provisions by reporting regularly on school

.15i.
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sites, buildings, equipment, pupil discipline; school tone, teaching

methods and-pupil standards, There can be no question whatever that the

inspection system succeeded in many of its basic aims --to provide sub-

stantial equality in education for all elementary school pupils, to
_ .

create efficiency in'a system which covered vast geographical area

and to improve general standards of teaching and pupil achievement In

lap:c

is areas Ofkn6wledge.

More than a century has passedsifice the establishment of the

torate, and vast changes have occurred in the social structure

in-

of

the State and, in its educational System.

Yet it has been the observation of matey critical observers of the

N. Inspection System that it hasp failed to keep pace with the

pressure for change. -Educational ol?servers from other countries have

kntributed significantly to the general climate of criticism. Butts

in 1961, wrote that th6,' tion system was preoccupied with "main-

taining a smoothly running craft on an even keel" (Butts, p. 64) and

Kandel Perceived that promotion depended_Jlon the faithful performance

ofroutine duties in a service which does not place a premium on ini-

tiative." (Kandel, p. 59)

Nor has there been any dearth, of, criticism an educationists

within Australia. G. B. declared in 1964 t t the inspection

system was bdsed on "rigid prinCiples of conformity; he priiidence of

which cannot be justified in a.d.4iaOcratic state" and that it "PiedWes

thiegxmth of truly professiong1;yachers." (Eastwood, pp. 71-78) Many,

like A. G. .Maclaine, have pointe4,to the tendency for the system to
14e

tempt "teachers to window-dress ir work, pander to the fads the
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inspector was suppo.

(Maclaine, p. 23)

to have, and to cover up theil: weaknesses."

Despite all of these crificisms and despite the veritable revolu-
-r

tiOn in our social and edu ional Structures since 1854, "it is but

very recently that the 'inatection,of teachers, as it. has developed from

the days of Wilkins has been brought under close scrutiny."

(Buggie,,p. 6) -I))

This "scrutiny" consisted of an examination of the system by a

cannittee, appointed, py the director-general 4,1970, which invited in-
1,

put from various interested bodies.

The report, as finally adopted, was eased on submissions fram in-

terested Narclies and there, was no empirical research,to collect "hard

data" on the effects of the system. In fackafter more than 100 years

of its operation, no attempt has made to evaluate the-inspection

system in any more than an anecdotal,Inanner. Perhaps as a result, no
4

substantial chan*s were made in/the processes by which a teacher pro -
.N

gresses through the ranks to the'position of school principal--the final

stages of di process are set out below.,

1. EliObAitycEligibility for the position-of high, school prin-
.

cipal is based on certain1minimum qualifications:

a. A bachelor's degree or its equivalent

b. A teacher's certificate (awarcjed normally after four years

of training and one successful year of tiiing)

There are no requirements relating to graduate study nor to

any campulsory,hours 'in educationlLednistration. In fact, a large

irajority of high schoorprincipals in the state have no university

17
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qualifications beyond the bachelor's degree and have had no expos4re to

the theory of administration. Implicit,to the system is a Skep4cism

about' the practical value of uniVersity training in administration and

an immense trust in on-the-job eCperience and in-service training to

develop iStrative skillS.

h these basic qualifications, a high school teacher can move

upwards through the syqtem by negotiating the following prescribed steps:

a. Completion of at least five years ofdteaching;

b. S/uccessful inspection for placement on Pramo!tio ist II;

"Appointment by seniority on the list to the position of -

department head;

d. Completion-of.at least four years .:in that position;

e. Successful inspection for placement on_Promotions List III;

f. Appointment by seniority on the list to the position of

/.deputy-principal;

g. Campietion of more, than one full year in that position

In his second year in the'position, the deputy-princi may

apply for an inspection with a view to.placement on Promoti

from which ail principals' appointments are made.

List IV,,

This progression, with its emphasis on regulations, basic mini-
.

nun qualifications, time spent'in various positions, merit, and senior-

ity, displays many of the.hallmarks'cammonly associated with succession

in a bureaucracy. Weber'sseminal statement on bureaucracy bmphasized

"continuous organization of official functions' bound by rules.. . . the

principle of hierarchy . . selection on technical qualifications . .

line and control." He stated further that being a bureaucratic

18
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official "constitutes a career . . . there is a system of promotions

according to 'seniority or to achievement, or both." (Weber, pp. 330-334)'(Th

An important and 'wholly untested aasupp 4' the system is

'that success as a principal depends on having sh

level in the system. _An incompetent or mediocre

tain List II, no matter how excellent in matters

competency at each

eacher CA never ob-

f administration. Nor

can a deputy principal who is not at have with ge aingelements of

school organization hope to attain- the principal's iA even though those

specific skills may not be.vital to that new role. Thus each step is

thought to offer indispensable experience for the ext, and no provisiOn

is made for by- passing any run on the

2. Personnel oftist Inspection Team. Th

panel consists of our ors, including the 1

List IV inspection

ldistkPct

for (whose main responsibility,is in elementary Se but who also

Serves as a continuing administrative link between the department
-

the secondary schools in his districpthe(supervising secondary in-

Spector (responsible for general oversight of that school and several'

others), and two other secondary inspectors, one of wham serves as panel ,

°

chairman. Each of the inspectors has, been appointedhy the director-
C

general from the ranks' of subject - masters /mistresses, deputi7piincipals,

and principals because of "his superior skills"in teaching'and admin-

p
iStration and because of his."judgment, his human qualities, his objet-

,

tivity." (Jones, p. 36) In other words, they have been judged to be

highly successful within the system by others who were themselves pre-

ylously so judged:

. "Note that there is absolutely no input from the community, the

19
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'
-universitiv,,,any of thedeputy-prinCipals"peerS or st ordinates, ,or

the students, intothe inspection process. / The principal. of the school

,

plays a vital advisory role but is in no sense legally responsible"for

the decision made.

Sa.the promotion of teachers lies totally in the hands of

savior professional officers within the system, themselves appointed by

other more senior officers within the same system. No outsiders normal-

ly enterthe system at any level in the hierarchy other than that of

teacher.
ti

ti

/ Despite its large size and complexity, it is essentially a

/el system. itis doubifidif such an organization, can escape that

ehmoniosioknes described by so many sensitive observers of large

cracie, namely the perpetuation and. pramotienrof the.,"organiza-
,

//tion man " -- le who have been "unfitted by beingifit'in ,an unfit fit-

ness." (Merton, p. 196) Merton describes the syn in the following.
,

manner:' "Adherence to the rules, ,originally co9eived as a means; be-

comes transfOrMed into an,end-in-itself; there occurs the familiar Proc.,

ess of digplaeement of goals whereby aninstruMental Value becomes a
Go

terminal value." This can'lead to rigidities and an inability to adjust

readily, formalism, and ritualim, "stereotyped behavior, not adapted,

to the.exigencies'of indivi Lal problems," ( on, pp. 200-206) ,It is

distinctly possible (though not intended) t t me0ers'of the ingpec-

torate have been selected because of their devotion to organizational

means rather than ends,, and ,thgt through the system of promotion by in-

spectic they are perpetuating their own'image tliroughouc the various_
r

levelslof the organization.,

20



U

4

0 4

, o 0

The insights of presthus on this phenamenon-are intetestin

Because bureaucracies. are highly stmucturedesboial fields with "stimuli

that are patent, stable and compelling,',' they provide cues to behavior

that have potent effects in molding personality types. Ththe who react

positively to bureaucratic structure and succeed in it, he terms upward

mobiles. They have high job satisfaction, close identification with the

ideals of the'OrganizatiOn, accepting its legitimacy, rationality and

values, and accomModating by emphasis'an efficiency, self-control. and

7

dominance,h They oiler -simply'and idealize, and therefore act with little. t

-

tRitIflict.They show deference fOr those above them hierarchically and.

,expect." deference framthose below. They feel at hone using hierarlfal-
.

.
, ,

'ly,patterned commun
.

ication prOcesses and show.ax; intense interest in

/

the procedural 'aspects of orianizational life. (Piesthus,-Pp' 12j5-03)

Is this-the' kind of perSon who becomes an inSpeCtor? If so, .

_ J . .

is this the image of theman or woman he promotes to the principal's

chair?

A acre typical ciAticism from teachers within the system is

thatpromotion,god to the "wi Ow,Ir,essers" whose: Cliftracteristids

mdich (hose of Marvick's "Hybri Theyare''!polltidized"Andividuals

concerned with "influence; advancement and salaryr-fair weather friends-

superficial and showy performerS--no exacting"concern with performance

standards--t y initiate'change to better thenselVed-persOnally--they
,

are operators who treat,most-job conditions egotistidally,dispassionate-ly,assessing hem as a means of furthering dames am4Otions idcaleula-

ble ways." ( ick,' pp: 144-147)
.. , ,

. v;

As anlinsider; the writer does not feel justified in making
. .
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judg mats as `to the success or failure Of theorRnizatibn in avoiding,
.

these excesses and7dysfartions. -Ne is, -however, conscious of the

great Value that could be obtained if the system'mere opened more fully

to influences from outside.

3. Criteria-. The only explicit clue, available to teachers on in-
,

spection criteria is containedin the official Manual of Advice on In-.

Spections:. "Where a teacher in a promotion position is'being assesbed,

k
the,panel-mill form a judgment concerning his/her professional skill,

managerial ability,'the effectiveness of.his/her supervisiln aid leader-

ship, and the utilization of physical and human resources. within his/her

Area of responsibility." (Depaent ofEducation, N.,S. W., p. 15)

The inSpecto themselves, however, work fromomuch more de=
. - ,

tailed and confidential list of suggested criteria' developed by,a cam-

.mittee of inspectors. These ,include general organization (timetable, -

curriculum routines,stto.), school management (pupils, staff, premises,

--etc.), community relationsti46, service ipackground, profess ,quali-

. led (p j.loso phy, reading, knowledge of educational trends, attitudes
-,

to change, etc.), and personal qualities (leadership; humanity, public'

,image, initiative; etc.)

Because of the. nature of.tbe system, the emphasis is on general

characteristics associated with likely success as a principal. °It

1 impossible to matchhe'qualitieS_of a particaar person to the
-

needs of a particular schbol situation-.

is the Criteria t kept confidential to the.-inspea7

torate? Is, there a fear, of "window-dressing" to satisfy the criteria

4.

rather than a/genuine effort to do a conscientious job? Does it

22
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represent an attempt by' k.be inspbcto,ate to maintain power over the

teachers bbeing able to pull a "surprise card from the deck"?' Is

there a concern that a "check -list" approach vFill lead to legalism and

leave, less road ter informed and honest professional. judgment? What-

ever the answers to these questions there can be no doubt that the

71.

system.as a whole would benefit from an open discussion otinspection,

criteria, including all interested parties, in particular the feacheri

themselves. In this way, goals might be mutually agreed upo and the

poSitive influences of self-evaluation fed into the inspection process.

4. Inspection Procedurs,

a. Preparation--When a panelje appointed fora particular

inspection, the.chairman visits the school to acquaint the deputy- -

prihcipal with procedures. There is normally po discussion about cri-

teria.

b. The Inspection Itself The inspection is carried out over
4

C

a fair-day period. The panel first agrees to a differentiation of du7 '...

ties:(e.g., one inspector may concentrate on the deputy'a role inigen-

eril 'school organizatibn, another his philosophy and persOnal cmaities

etc.). Information is gathered by direct observatiod of the deputy in

his various roles (e.g., leadihg a school.asseMbly,cOnducting a staff

meeting, interactinguith individual staff members and pupils, in a
t,

community meeting, etc.), bremamination of written records, fk discus*:

sion with the principal, and by the interview process. /tinct

sidered ethic.to-seek.the views of subordinates, students, 'or members

of the community. The panel dOes not come armed with infOrmationbn,

the.canadate'a,service in other schools. .Every possible attempt is

4
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made to ignore the past and assess(the work of the candidate in this

school over this particular period of time.

The principai.may elect to provide the panel with a written

. 'report on the candidate (a copy of which must also be supplied to the

deputy),: In any case there is invariably a lengthy interview with the

principal in which he is'given the opportunity to discuss the merits

and pbssible weaknesses of-his deputy iJn.,ja detailed manner and to make

a recommendation. The principal's opinion is never treated lightly. and

it is a relatively rare occurrence for the panel and the principal,to

,rgdically differ. in their assessments. In such a case the inspectors

Would feel obliged to spend a great deal of time with the principal in'

an atyampt to gain consensus withim.

Thedeputy undergoes a separate interview with each of the'

panel inspect turn. in these interviews they explore all.of the

issues in the criteria document already mentioned.

Throughout the inspection week, the panel members meet regular-

. 4ly for a discussion of their observations and a resultant re-ordering

.

of, their
40

At theend of the fotirtnday the panel meets to reach S:deCi-
,

,.. A '

sionl Each ialgoctbr first,reports on his area of- responsibility and

gives a geOeral assessment as:tp:the readinesS,oftit e-uviidate for

principarship. After general dipcussiOn, a rating ona scald of A4 is

made privately by each inspector based on,ail of the rtation they

now have, eandidlteg with three C's and one Dor better have negotiated ,

,te-inapectionsticcessfully.

. 4

.The inspection organ now:

24
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(1) Informs the area director of the decision;

(2) Informs the- principal and offers reasons for the panel's

decision;

(3) Informs the candidate himself, discussing in detail his,'

strengths and weaknesses as perceived by the panel, and giving explicit

reasons for any,,negative decision. The candidate is freeAO ask any

qubstions and to discuss any issues raised. ( -sometimes a most

traumatic experience and is resented by_game candidates. Others regard

it as a. valuable learning expe ce and seen to grow b ause of it.).

(4) Writes abrief report on the candidate, re6mnending him

(or not) "for furkher consideration." This report is:signed by the

inspectors and forwarded to the candidate with copies being retained by

the adMinistratidn.

A whole treatise could

scribed A6ove,___iome have cribc

be written around the procedure. de-

ized thb artificiality of a situation
,

in whit outside-obserVers_"live in"- the sad al-for such a period.

Sane are unlippy with the relative Unimportance of the principal's role,'

others concerned abouttile:strength of hispossible influence. Same

feel that the deputyrsrfutUteis to4;Imuel;depelident-qm the.circumstanCes

peculiar to a specific point in tune asoppaged to the long-terai

of his work. ,Same consider that too much empbasig is placed on his

present role and on an asnessment of his pOtential in a

new and different role. No one questions the rigor of the evaluation

experience,-however, therrtiely being any doubt that tie decision is

loesedkon close, detailed knoWledge of the candidate's work $n his pres-

ent position.

t
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5. Interview at Area Level. All candidates within:an ar

are successlul at Inspoctiorrare intetviewed by a muul consis

a who

ing,ot

the-local area director and a director, rom another area. The final

t- r
determination regarding pramOtion is made by the local area director.

.

Only two docutents are held by tervie%ersprior to-and

during the interviewa bare statement of\the candidate's servile

ord and his recent inspection report.

The interview is mot highly structured,- the objective

establish,a situation in which the candidate-is given "ample o

to reveal his potential as a'Peducational leader in the higher

to whith-he-aqpires. It is considered unnecessary to retrace
.

."already assessed -by the-panel of inspectors."

being to

portunity

it ion

tters

Since the interview system was established, 35% of all candi-
,

-dates have- been screOned put during inspection and 5% tore during in-

tervieW, leaving a total success rate of 6(,.

It seems clear that the decision-making for future principals
, .

is fairly firmly in =the hands of thP inspectorhte, with th0 final `power

remqining in the hands of the area-director.

6. Reporting F011owing Interview. Candidates Are irmed in

writing almost iinnediat5ly of theitsuccess or failure a4 the area di-
/

rector malls at thil school of the unsuccessful candiditteo explain to

him personally the reasons fdi hislail(u;'. -A written report is sub-
.

cam-
V:

. .

appeal" t

.

mitted o the d. tor of secOndary education on all

didates'in case o

- Appeals. Let.usassume that a hypothetical

has been uhsuccessiul at the inspection stage. He h4gs

venues ofmeal:
-

3 1
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a. Request to the area director for a review of the proposed

determination. The area director may, on evidence presented, alter the

inspectors'. recommendation and grant an interview, call for a re-'

inspection, or reject the appeal. The request is most commonly rejected

but occasionally a re-inspection is ordered.

b. AssUrling-the candidate's reciugl to the area director is

rejected, he may now appeal to the director-general. The appeal must"

be made on the substance, of the inspectors' written' report.

This appeal is heard by a promotions lists committee consist-

,

ing of a nominee,of the director-general (chi n), a naminee-of the

N. S. W. teachers' ,federation, and a third member apPointed by the'

other two--usually a principal of a teachers' college. ttee deci-

sions are taken by supple majority vote.. Its recommendations are for-

warded to the director-general for his final determinatioir. gist= is

that he always abides by the Ccrimittee's recommendations.

This cannittee may also exercisesthe three alternatives de-

scribed earlier.

Let us further assume that odr Candidate's appeal hasOweil

upheld b t promotions committee and that at the interview he is once

again unsuccessful. He may now appeal once again to the director - general

and his case be heird by the same committee. This appeal might be up-

held, another interview called for, or rejected.. If he is again un-

successful at a .second interview he has no further right of appeal..,

No figures are'available on the total success rate for appeals.

The writer's guess is that about one in three appeals is upheld by the .

pramotiona,ccimittee, At least to the extent of re-ordering a second
e
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inspection. To this late there ha e been nosuccessful?appeals against

,' decisions taken at the intervi stage. The power held by the teachers'

gib college principal on the promo ions committee is consideraige as the

representatives of the department and the teachers' federation almost ,

alwbys negate each other's votes.

The tremendous protection given-to the teacher in the system

-should by now be obvious. The following are same examples:

(1) The candidate must personally receive all written reports

relating to his record. (Open reporting is axiomatic to the system as

a whole--it is regarded highly by the inspectoratlas a major'ethical

principle.)

(2) At each new inspection the candidate starts "with a clean

sheet" as far as this is possible: Many present pri cipals have lived

down earlior major problems becauSe of the deliberate y---"Short memory"

of the inspectorate.

(3) The reasons for all decisions are mandatorily conveyed to

the candidate both orally and in writing.

(4) There is a multi-level appeal system which has tended in

recent years to rule inc ly in the teacher's favor.

' 8. Pr9Motion to a Principalship. If successful at interview, the

candidate's dame is placed on the. Fourth Promotions List as from the

first day qfthe next biennitim according to strict rules of seniority.

In mid-year a list of all principalships falling vacant in the

coming year is distributed to all persons on the Fourth List. They

apply in priority order for all. acceptable schools. .Applicants are
N,

matched to positions by seniority, vith.txansferring.ponc

33
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holding seniority over those seeking their firs appointment. THese

allocations are subject to appeal, but only on ground that prinol-

pies of seniority have not beeniUphel

Thus, no attempt is made to match "the principal to the

right school."

It is interesting-that in a promotion system so clearly based

on the identifidatiowof merit, the final resort is to the age-old

bureaucratic process,of seniority. (Crozier, pp. 70-72) The reason is

I

to be found in the essentially"ceniralized nature of the sys-

tem. If principals were to be matched to particular schools, the deci-

sion would almdst inevitably require the establishment of ,local school

district- selection committees with considerable powers. When such a

proposition was hinted at in a white paper from the director - general's

office recently, the opposition, especially from the'teadhers' fedefa,

tion, was so strong that the proposal has been shelved, at least for-

the time being.

F. DISCUSSION .

We have-just'described the processes by which, in two western,

English-speaking, democratic societies, two systems with essentially

similar purposes and similar clientele set out to achieve exactlWilaikA

Jim
end--the selection.of a high scho041rificipal.

A'

An gyezWiteldlinfliweSSion remains odkreat differende s and only

minor similarities between the prOcesses so described.

Some observed similarities are follows:

29 \
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1. Both syst rely 01.41811411y. traditional- selection-.procesSes.,

64
Neither system, h asr ,ted rigorous resigrch'into the valid-

14ity of its ,particUlari hnique. The, result is that minor

changes only have:b504ffected in the processes ove.), a:long

4 Acil tperiod of time. v,

2. Following fran #1 abd* neither system is using can

AO.*
testing devices for tneAisolatian-of executive al'Ire -

4 1 ,

have they considered 4Aously the "special assfesanent -r"

approach as used wititigreat success by same`large-torperations.

°Man:in; pp. 110-il?f x '

3.--13444ahse_continues to;'.be placed in both systems upon the selec-

tion interview as a fikal screening device (despite serious

questions as to its Validity). .

4. Decision-making atliAvel 'remains in both iystesrather

firmly in the hands of prOfessioniis.

9, In both systems the decision is made essentially by officers

parallel to or,abov the principal in the organizational hier-

archy .

1,

-4

. ,.- ,

A i

...,
...,, . .

6. In neither system are the complete Selection criteria made
a .

, .
'-_,,

J

i-9`explicit to the pr eospcti;Vprincipal.
",

" -

Sane observed differences arekas follbws:

I

1. In N. S. W. there is an established, experienced group of full-

.A-

time evaluators (the inspectors) who carry out the majOr part

. i

of the selection process. There is no counterpart in the U. S. ,

.
J

system:
,

i l'

2. In N. S. W. there-is a clear association betwien'an on-going

41.
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personnel evaluation process and selection for promotion. In

the U. S. system there is no such association; in fact, there

is little formalized administrative evaluation.

Ili

3. In N. S. W. the selection decision is taken about four to five

levels down into the hierarchy of the organization, in the
4

U. S. system only about oneto two levels down..

4. In N. S. W. there is no ca unity input whatsoever. In the
;

U. S., the community as represented by the board holds final.

poiler to hire (and future community input into selection

c iteria is seriously contemplated)``.
i .. .,
' 5. Ii N. S. W. the universities have no input whatsoever. In the

. 4

U..'$. they control the vital credential #ng reqUiremants, admin-
r 4

. 1

ister the placement centers; and contain key people , Ir.
, ,...,6.,

..
J.

. 4-

personally influential in the selecAroceSs. ...
-

,

....

6. 14 many ,wos A10 N:!'S..ii. 'system is less subject to "political"
...,... _.,, .co

. . .

.

influence than its counterpart in the U. S. (An excellent

. example is the impact of affirmative action.)

7. In the U. S. system there is- ',greater provision for input by

subordinates and peers than in N. S. W. (This sanetimes

cludes students, although this is not the practice in the dis-

trict under review.)

8. The N. S. W. selection system is regulariied by a host of rules'

and,regulations relating to experience and' progression.. The

M. S. system has no formally regularized process' of selection.

The =nation on which pmmotions are made is gathered by

in -sct of inspection in the N. S. W. system, but from written

31
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andcoral recommendatiOns often based'on more distant evalua-

tion in the U. S. system.

10. In N. S. W:, there is a compulsory open reporting to th>ican-
,

didate of the reasons for the deciSion taken. This is not so

in the U. S. system.

11. In N. S. W., employee protection seems to be given at least as

much vOight as selection of the 'suitable candidate. 1In the

U. S., the emphasis is on choosing the best (with seemingly

little regard for:the qthers).
-

12. In N. S. W.) all promotions toyrincipal are from within the

3istglia.;,In-The'U. S. they may come franiinside or outside of
r "

the system. 0

1317' &corollary is that, in N. S. W. teachers look forward to con-

tinuous career advancement within the one system. This is not a

typical U. S. teacher expectation.

14. The seniority concept plays an explicit part in the N. S. W.

'system. This is not so in the U. S.

15. In N. 8., W. there is a multi'-tiered appeals'system against_un--

just promotion decisions. U. S. teachers also have legal re-

course'against discriminatory selection pr4ctices but the proc-

ess is pt as clearly institutionalized or regularized in

N. S. W.

F.

16. In N. S. W. there is no attempt to fit'a particular perso, to

a particular position. In the V. S. systaft this is the c of

the whole selection ppocess.

AThe evidence that emerges points to a N. S. W. syste which is *ghly
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complex in terms of bothhierarchical and horizontal role differentia-
.

tion as well as spatial distribution; is fairly highly formalized in

terms of social control, offers typically bureaucratic careerpatteris

,

to its employees, and displays many of the attributes oft closed so-

cial system.,

('''TheAl.,S. systems fewer Vertical layers and less horizontal
. .

specisiliation. It is a geographically compact system (albeit also a
. 4

subsysteM of a wider state "system' o f public education). The selec-
,

tion process4'g not so regularized and the system rarely offers within

itself a,lifetime car pattern for an ambitious and capable young

employee. As a more n system, it interacts more directly with its

environment than does the N. S. W. system.

In the writer's opinion, the major weaknesses in the U. S. proc-

esses are as follows:

a. The selection process is, unrelated to systematicTersonnel

evaluation and development.

b. It is open,to personal and "political" influences.

c. There is little opportunity for candidates to live down a past

error or soiled reputationt(warranted or not).

d. SeleCtionccan be based on infbrmation of dubious value.

e. The university entialing system is of doubtfql validity.

it partial solution of these problems it may not be beyondlthe re-

sources

t

of the state department (perhaps in association with the univer-

sities) to set up a special division skilled in teacher and administra-
m 1

for evaluation to serve,the needs of the school districts. People in-

terested in promotion tO-administrative positions could call for a

33

38



personal evaluation of their work in the school system by tfie officers
...

of this "independent" evaluation agenot Along with in-school observa-
,

.tion, the'prospective administrator could voluntarily. attend a special

.assessment center as used by the Bell System and described-by Wikqtram.,

(Wikstram, pp. 110-116) Such a center has been used with great gUccess

by the N. q. W. Public Service for same years. The evidence is thit

this kind of assessment center is "able to make remarkably accurate

judgments of potential for advancement." (Wikstram, p. 117) Reports

from these evaluative processes would be confidential candidate'

-.to assist in his. or: her personal development and could be used by UM

or her alongside of the typical recommendations now used in application

for a specific position. It might be iSsumed.that persons who elected

*t to undertake this kind ofevaivationwould be at a disadvantage

against those who offered this type of additional evidence. The inno-

/vation could be associated, with a relaxation of same of the academic
r

/ credentialing requirements.

The or weaknesses in the N. S. W. system as I see themhare as

. Me danger of perpetuating the "organization man."

b. Selection criteria are largely unknown by the candidate..

c. There is no attempt to match the person vOth a particular posi-
.

\
d. The length of the promotion ladder can frustrate ambition.

e. The system is not open to the Atruittlient of outsiders.

There is no single easy solution to these problems, especially in

an organization which tends to resist phange. .Steps taken would need,

are
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then, to-be.incremental

educative process.

a well planned and executed

In regard to criteri , there is mo,reason why a committee consist-
,

ing of present princi , deputj'- principals and inspectors, and even

students, teachers and cammunitY members, could not be constituted to..

develop inspection criteria based on perceptions of the'principars

role in modern AuAlUali*MIK.Icietiv.- The criteria so developed would be

disseminated widely, and could be the subject of discussion between the

insPectors and'the teacher sane considerable time before_theinspection. ":

To encourage innovative ideas and practices, teachers, principals

and inspectors should beenabl and encouraged to visit educational

systems in other states and,cluntries, and to tUrther their university "

studies.

The panel forfde ty-principal's inspeCtion should be made up of

two inspectors, the principal of the school, and an outs de member,
0

, for example, a university professor, drawn from a list agreed to bey the

federation and the department.

Vacancies should not be closed to outsiders. All positions should

be openly advertised and the seniority system Pp/. appointment fran

10 List IV abandoned. .A local selection committee consisting of the area
. V

director, dist4ict inspector, supervising secondary inspector, a teach-

er and perha a representative of the parents' and citizens' associam.

in

tiOn, would make the selection ram the Fourth List-or from qualified

outsiders, tO:match the person d the position.

Candidatescould make use of the Public Service.Board's already

established assessment center to assist in personal development and
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provide further ,evidence of readiness for promotion. <

More flexible regulations, allowing for the more rapid advancement

4

of excellent candidates could be devised.

G. BIBLIOCBAPHY

A.A.S.A. Comtittee on the Selection of School Principals. The Right
Principal for the Right School,-A.A.S.A., Washington, D. C., 1967.

Baican, A.. A %tort History of Education in N. S.19.', Martinaale Press,
Sydney, 1965:

111.
Blau, Peter M. and Scott, W. R., Formal Organizations, ROutledge-and

Kegan-Paul, London, 1966.

Bridges, E. M. and Baehr, E. B. 'The Future of Administrative Sele-
tion-Procedures:I. Administrator's Notebook, Vol. XIX, No. 5-,

4 Jan? 1971.

. (. a
Briner, C. "The Superintendent ancrthe Selection of Subordinate

istrators." Administrator's Notebook, Vol. III, No. 6, Feb. 1960:

Buggie, j: D. "Inspection." The Leader, VOL 5, NO.-3: 1973.

Butts, R. F. Assumptions Underlying Australian - Education. .A.C.E.R.,
Melbourne, 1971..

Carlson, R. O. Executive Succession and Organizational Change. Yid -
}Nest Admin. Center, Univ. of Chicago, 1962.

Crozier, M. Th! Bureaucratic Phenomenon. Univ: of Chicagoloress, 1964:
# f a ;,

Department of Educatiod, N. S. W. 'AsseSsment, 'Progression of,Tedchers
and EvaluaSicc of Schools. Goyelument Printer, Sydney, 1975.

Dimock,..4. E. and Hyde, H. H. rExecutive'Amointment in, Private and
Public Democracies." in Merton;. R. K., et al., Reader in Bureaucracy,
Fir:Press, Ill., 1952. -

BastiOO& G. R. "The Inspectorate in N. S. W.--A Critical Comment."
Journal of Ed. Admin.., Vol. 2, No. 2, 1964.

-

Englang, G. C. "Impact of the Inspectprial System: A Profession-De-
- meaned?" Journal Of Ed. Admin.,'Vol. II,-No. 1, Maya 1973.

EtiolisOw,..D. "Selecting SdhoOl Recent Developments."-
Administrator's Notebook,' VOL XII, No. 3; Nov., 1963.

it36

41



. .

Erickson, Kenneth A. and Shinn, James L. "Recruitment and Selbction of

Educators," in Goodthan, Steven.E. Handbook on Contemporary EdUca7

tion, R..117; Bowker, N'. Y., 1976, pp. 18067184. '

:z
James, H. T. 'The Certificate to Administer a:SchoO),'System." Admin

iStrator's NoteboOr-Vol. III, No 9, May, 1955.

{ones, A. W. 'The Inspector At the Crossroads." journal.of Ed. Admin.,

Vol. II, No. 1, May, 1973.

Kandel, 1. L. Types of Administration. New Zealand COuncil,for Educa-

- tional Research, 1934._

'Maclaine, A. G. "An Evaluation of the System of inspection in Australian

State Schools." Journal of Ed. Admin , Vol. II, No. 1, May,'1973.

Marvick, D. Career Perspectives is a Bureaucratic Setting, Ann Arbor,-

Univ. of Michigan Press, 1954. .

(-
t
,

f

Mayfield, Eugene C. 'The Selection Interviee-th, Beach, D. S..i Manages.
People at Work, MacMillan, N. Y., 1971, pp>/85-99.

icgelland, D. C., Baldwin, A. L., Bronfetawner, U 'and Streidtbeck,

F.' L. Talent-and Society, D. Van Nostrand, Princeton,-1958.

McVey, R: C. "Personality: A Key,to AdOdhistrativite Success." Adain-

istrator's Notebook, VOL IV, April, 1957.

Merton, Robert K. 'Bureaucratic Structure and Personality." in Social
Theory and Social Structure, Free Press, Ill., pp. 195-206.

Miller, S. M. "Breaking' the Credentials Barrier." in Beach, D. S.--

People at Work, MacMillan, N. Y., 1971, pp. 71-76.

Moore, R. B. "Selecting:Administrators Through*Testing." Adinistrator's

Notebook. Vol. X, No. 8, April, 1962.

Presthus, R. The Organizational Society: Vintage Books, N. Y., 1965.

Souerwjne, Andrew H. "bb re Value from Personnel Testing," in Beach, D. S..
Managing Peoplerat.Work, MacMil1am6, N. Y., )971, pp. 100-109.

SOUt,Robert T. -New Approaches to Recruitment and Selection of Educa-

tional Administrators. U.C.E.A., Oregon, 1973.

Weber, Max. The Theory of Social andEconcmic Organization. Trans. by

A. M. Henderson and T. Parsons, Ed. T. Parsons, The Free Press,

N. Y., 1966.

Wastram, Walter S. "Assessing Managerial 9alent," in Beach, D. S.
Managing People at Work, MacMillan, N Y., 971, pp. 110-117.

Y:

37

2-

AM

1


